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 Article Info 
 

Background: An effective learning procedure is depended on the usefulness of the 

education system. In this context, education policymakers focus on recognizing factors 

influencing student learning outcomes. This study aims to investigate job alienation in 

high school teachers and its impacts on their job performance and quality of life. 

Materials and Methods: This descriptive study was conducted on teachers (N = 110) 

employed in the high schools of Shahroud County in the academic year of 2017-2018, 

who were selected by the random sampling method. For the purpose of data collection, 

Persian versions of the Work Alienation Scale (WAS), the Quality of Life Questionnaire 

(QOLQ), and the Job Performance (JP) Questionnaire were utilized. Data were analyzed 

using SPSS V21.0 and linear regression was used to predict variables.  

Results: According to the results, the coefficient of determination (R2) was 0.191 

indicating that job alienation accounted for 19.1% of the variance in job performance. 

Based on the results, job alienation (P <0.01, β = -0.437) led to significant negative job 

performance. In addition, the coefficient of determination (R2) was 0.115 indicating that 

job alienation accounted for 11.5% of the variance in the quality of life. Based on the 

results, job alienation (β = -0.339, P <0.01) significantly predicted the quality of life.  

Conclusions: It is concluded that the working conditions of teachers should be improved 

constantly, taking into account the findings of this research and the factors identified as 

effective in causing work alienation.  
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Introduction 

An effective teaching and learning environment 

has a direct relationship with students’ subjective 

behavior and relationships [1]. Knowing factors 

considered important to teachers is very helpful in 

creating school contexts that enhance teacher 

commitment and preventing them from leaving 

schools. By analyzing things most rewarding and 

important to teachers, one could have a better 

understanding of their attitudes towards school 

reforms and intervention programs [2]. The Job 

Characteristics Theory (JCT) [3-4] was one of the 

primary organizational theories that integrated 

meaningful work and specified the conditions 

required for people of high motivation and 

performance at work. The model proposed job 

dimensions, including internal work motivation, 

quality job performance, job satisfaction, and low 

presence. According to JCT, staff have a positive 

impact when they perform well. This positive 

impact is highly motivational and offers positive 

feedbacks on high-quality performance, job 

satisfaction, and other useful work outcomes [5]. 

The effectiveness or performance of an individual 

is closely linked to many personal and 

environmental factors in everyday work life. While 

positive factors improve productivity by disclosing 

positive experiences in individuals, negative 

factors decrease the quality of life and efficacy in 
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them. Job alienation is one of the factors affecting 

an individual’s job performance and quality of life. 

As part of daily life, it affects people physically, 

behaviorally, and mentally, with this being reflected 

in the state of mind as well as health. Thus, it is 

important to raise people's awareness of factors, 

such as occupational alienation affecting their 

morale and effectiveness [6]. 

Hoy et al defined job alienation as "the reflection of 

one's feelings created by the despair of working 

conditions at work" [7]. In a study, job alienation 

was defined as the result of the inability of an 

organization to provide conditions and 

environments, such as independence, 

responsibility, social interaction, as well as the self-

realization of the value of individuals as human 

beings [8]. McKinley and Marceau reaffirmed the 

importance of defining the alienation framework 

[9]. They concluded that "the classic notion of 

alienation could be based on previous valuable 

works that provide a new coherent explanation for 

the workplace.  Job alienation as well as its 

impacts on job and family circumstances are the 

main subjects to be discussed." 

Job alienation arouses the feelings of 

meaninglessness, aimlessness, and social 

isolation. All these consequences have negative 

impacts on teacher performance [10]. Various 

types of research have been conducted to 

examine the effects of job alienation. For example, 

Akar found out that teachers' perceptions of work-

life quality had a negative impact on teacher 

burnout and school alienation [11]. Data from 227 

staff at a manufacturing company in the UK 

demonstrated that the absence of person-job fit led 

to alienation in the workplace, psychological 

fatigue, and low levels of well-being as its 

subsequences [12-13]. 

In their study, Tajvaran and Seif showed that the 

quality of work-life variables had an indirect 

negative effect on job alienation through conflict 

mediation, organizational commitment, and job 

involvement. In addition, the variable of conflict 

had an indirect positive effect on job alienation 

through the mediation of organizational 

commitment [14]. The results of the analysis in a 

study showed that job alienation negatively 

correlated with organizational health, and that job 

alienation accounted for 21.5% of the total 

variance in organizational health [15]. According to 

another study, job alienation has a negative direct 

effect on self-esteem, thereby having a negative 

effect on job performance [16]. According to the 

findings of a study, work alienation has an impact 

on both job outcomes and work-family enrichment. 

In particular, work meaninglessness is relevant to 

both work outcomes and family life [17].  

The studies mentioned above considered reasons 

for job alienation and its consequences from 

different perspectives. This study aims to examine 

the impact of job alienation on teachers’ 

performance and quality of life, which is an 

innovation in this field. In addition, there has been 

no research conducted on high school teachers in 

Shahroud County in this field, which shows the 

importance of this research. The present study 

could help managers maintain and better 

understand human resources to take appropriate 

measures so as to obtain teacher job satisfaction 

and prevent a sense of job alienation in providing 

quality services to students. Thus, this study aims 

to examine job alienation in high school teachers 

as well as its impact on their job performance and 

quality of life. 
 

Materials and Methods 

This study is descriptive-correlational in nature. 

The statistical population of this study included 

high school teachers in Shahroud County, who 

were surveyed in the academic year of 2017-2018. 

The inclusion criteria consisted of presenting 

written informed consent forms for taking part in 

the study, having more than 5 years of teaching 

experience, and being at least 25 years old; in 

contrast, the exclusion criteria consisted of 

presenting incomplete questionnaires and showing 

dissatisfaction with participation in this study. It is 

worth noting that before administering the test, the 

purpose of this research was explained to the 

participants. All Helsinki ethics requirements, 

including the participants’ freedom in leaving the 

exam whenever they wished and the confidentiality 

of their information were met. To this end, they 

were assured that their information would be 

confidential, and they were informed that they did 

not need to mention their names. Due to the 

incompleteness of some questionnaires, 110 out of 

141 questionnaires were analyzed. To distribute 

the questionnaires, 141 individuals were selected 

using the limited community sampling formula as 

follows: 

N: The community size 

n: The sample size 

Zα / 2: The estimated value of 1.96 with a confidence 

coefficient of 95% 

e: The accuracy of the estimation or differentiation of 

the actual ratio of a trait in the population with 

researcher estimation for that trait in the population 

considered at 0.06 in the present study 

q: The proportion of failures in the sample being 50%; q 

= 1 - p 

p: A 50% success rate 
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Work Alienation Scale (WAS): The work alienation 

scale was developed by Mottaz and included 21 

items. All items use a 5-point Likert scale ranging 

from 1 to 5, indicating strongly disagree to strongly 

agree unless stated otherwise [18]. Work 

alienation has the three subscales of 

powerlessness, meaninglessness, and self-

endangerment, with each of which having 7 items. 

The sample items included "My daily tasks are 

largely determined by others" and "I have a great 

deal of freedom in performing my daily tasks" (R). 

Work meaninglessness was measured using a 7-

item scale. The sample items were "I am 

sometimes unsure to completely understand the 

purpose of what I am doing", "I often wonder what 

the importance of my job really is", and "My work is 

really important and worthwhile" (R). The minimum 

and maximum scores the respondents would 

receive in this questionnaire were 21 and 147, 

respectively. To calculate the overall score of the 

questionnaire, the scores obtained for each of the 

questions would be summed, with the extent of the 

respondents’ work alienation considered. 

Obviously, the higher the score was, the greater 

the person's responsibility for alienation would be, 

and vice versa. The Cronbach's alpha for the 

senses of helplessness, nonsense, and self-

loathing was 0.73, 0.86, and 0.77, respectively 

[18]. The structural validity indices of this 

questionnaire were calculated as AGFI = 0.80, GFI 

= 0.84, and RMSEA = 0.88 [19], and the 

Cronbach’s alpha was 0.77. 

Job performance (JP): Peterson and Byron 

developed a self-report questionnaire with 15 items 

rated by a 4-point Likert scale. It was validated in 

previous studies on Iranian workers and used to 

measure job performance [20, 21]. This 

questionnaire has four questions with the options 

of "very poor (rarely)", "poor (sometimes)," "good 

(often)", and "excellent (always)". For each of the 

aforementioned options, points 0, 1, 2, and 3 were 

given, respectively. Therefore, scores for each 

subject ranged from 0 to 45. In the current study, 

the Cronbach’s alpha was 0.85. 

Quality of Life Questionnaire (QOLQ): Wier and 

Sherbourne designed this self-report questionnaire 

generally used to evaluate the quality of life and 

well-being [22]. This questionnaire has 36 

expressions and 8 areas of bodily function, 

physical role, bodily pain, common health, vitality, 

social functioning, emotional role, and mental 

health. In each area, a subject's score ranges from 

0 to 100, and a higher score suggests a higher 

quality of life [22]. The questionnaire is self-report, 

with the score in each item ranging from 1 to 5, 

which includes the options of not at all, low, 

medium, and high. The physical health range of 

the questionnaire totaled 3, 4, 10, 15, 16, 17, 18, 

and 18. The sum of scores for the psychological 

domain of the quality of life was 26, 19, 11, 7, 6, 

and 5. The scores for the social relations summary 

questions were 22, 21, and 20. In addition, the 

environment scope and living conditions scored 8, 

9, 12, 13, 14, 23, 24, and 25. It should be noted 

that questions 3, 4, and 25 are reversed. To 

interpret this scale correctly, the short version must 

be converted into a long version. Next, the quality 

of life in each domain must be interpreted from 0 to 

100 as shown below, with the minimum score for 

each domain being 4. The sum of raw scores for 

each domain was multiplied by 4. The internal 

consistency coefficients of the eight subscales in 

the Iranian population were reported from 0.70 to 

0.85 [23]. In addition, Cronbach's alpha for the 

quality of life questionnaire in this research was 

0.87. 

SPSS V21.0 was used for data analysis. Linear 

regression was used to predict job performance 

and the quality of life using the variable of job 

alienation tendency. The results of this test are 

presented below. 
 

Results 

Regarding the respondents’ educational 

qualifications, as Table 1 shows, about 62.72 % of 

the respondents held an MA, and 37.27% of them 

held a BA. With respect to the respondents’ 

gender, according to the results, 68.18% and 

31.81% of them were female and male, 

respectively. In terms of marital status, according 

to the results, 69.09% and 30.90% of them were 

married and single, respectively. 

 

 

Table 1. Demographic variables of teachers in Shahroud County, Iran, 2017-2018 

Variable Group Frequency Percentage 

Sex 
Male 35 31.81 

Female 75 68.18 

Education 
BA 41 37.27 

MA 69 62.72 

Marriage 
Married 76 69.09 

Single 34 30.90 

http://archneurosci.com/en/articles/89632.html
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Table 2 shows descriptive statistics for the mean 

and standard deviation along with the correlation 

coefficients between the variables of job alienation, 

job performance, and the quality of life. According 

to the results, the correlation coefficient between 

job alienation and job performance was -0.437. In 

addition, the correlation coefficient between job 

alienation and the quality of life was -0.339, which 

was significant at the alpha level of 0.01 (p <0.01). 

The negative coefficients indicate an inverse 

relationship between job alienation and job 

performance as well as the quality of life. 

Therefore, people with higher job alienation have a 

better job performance and a lower quality of life. 

 

Table 2. Statistical description and correlations between research variables among teachers of Shahroud County, Iran, 

2017-2018 

 Mean Std. Deviation 1 2 3 

Job alienation 58.89 9.503 1   

Job performance 43.97 8.130 -0.437** 1  

Quality of life 72.65 10.149 -0.339** 0.257** 1 

**. Correlation is significant at the level of 0.01 (2-tailed). 
  

Table 3 presents the results of regression analysis 

for predicting job performance through the variable 

of job alienation. The coefficient of determination 

(R-squared) was 0.191 indicating that job 

alienation accounted for 19.1% of the variance in 

job performance. Based on the results, job 

alienation (P <0.01, β = -0.437) predicted 

significant negative job performance. It is 

concluded that upon an increase in job alienation 

in individuals, their job performance will decrease. 

 
Table 3. Regression analysis for predicting job performance through the variable of job alienation among teachers of 

Shahroud County, Iran, 2017-2018 

 

Unstandardized 

Coefficients 

Standardize
d 

Coefficients 
T 
 

Sig R 
R-

Squar
ed 

F Sig 

B Std. Error Beta 

Constant 65.969 2.393 - 27.567 0.001 0.437 0.191 86.677 0.001 

Job 
alienation 

-0.374 0.040 -0.437 -9.310 0.001 - - - - 

 
Table 4 presents regression analysis results for 

predicting the quality of life through the variable of 

job alienation. The coefficient of determination (R-

squared) is 0.115 indicating that job alienation 

accounted for 11.5% of the variance in the quality 

of life. Based on the results, job alienation (β = -

0.339, P <0.01) significantly predicted the quality of 

life. It is concluded that people with higher job 

alienation have a lower quality of life. 

 
Table 4. Regression analysis for predicting the quality of life through the variable of job alienation among teachers of 

Shahroud County, Iran, 2017-2018 

 

Unstandardized 

Coefficients 

Standardize
d 

Coefficients 
T 
 

Sig R 
R-

Squar
ed 

F Sig 

B Std. Error Beta 

Constant 93.993 3.124  30.089 0.001 0.339 0.115 47.884 0.001 

Job 
alienation 

-0.362 0.052 -0.339 -6.920 0.001     

 
Discussion 

This article aimed to examine the effects of job 

alienation in teachers on their job performance and 

quality of life. According to the findings of this 

study, the groups of teachers with low job 

alienation had the highest mean of job 

performance. In contrast, the teachers with the 

highest job alienation had the lowest mean of job 

performance. As the Table shows, the groups of 

teachers with average job alienation had the 

highest mean of the quality of life. In contrast, the 

teachers with the highest job alienation had the 

lowest mean of the quality of life. According to the 

results, job alienation did not affect teachers' job 

performance and quality of life. 

The first conclusion drawn is that job alienation 

could be a useful notion when studying teachers’ 

experiences of their work, especially given the 

strong effects of high job alienation on different 
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outcomes. This is consistent with the results 

implying that when teachers feel alienated from 

their work, it negatively influences the effort they 

put into their work, their organizational 

commitment, and their work-family enrichment. 

According to the results of this study, one could 

claim that the concept of alienation is a concept 

integral to organization studies. Other researches 

claim that the concept of alienation has the 

potential for helping understand why many 

contemporary teachers feel less engaged in or 

more dissatisfied with their job [9, 10, 15, 17, 24]. 

The findings of this study showed a statistically 

significant relationship between job alienation and 

job performance. In this sense, in different studies, 

diverse factors have been introduced that could 

influence the level of job alienation, including the 

impact of the rating source [25], managerial 

support [26], different tasks, and varied job 

descriptions [12], which could be regarded 

frustrating to many teachers. Alienation from 

school includes the feeling of unwillingness to take 

too much responsibility for school affairs, feeling 

uncomfortable at school, and having negative 

feelings about the teaching profession. One could 

claim when alienation occurs, problems between 

school management and teachers arise, which 

make teachers leave the decision-making process. 

While negative, moderate, and significant levels of 

relationship were detected between the quality of 

life and job alienation, low, negative, and 

significant levels of relationship were observed 

between the quality of life and school alienation 

[27]. The literature on work alienation has 

highlighted working environments that generate 

the sense of work alienation among employees 

and its negative effects on work-related attitudes, 

behaviors, and performance outcomes in many 

employees. Such environments could negatively 

affect employee engagement, organizational 

commitment, job satisfaction, well-being, work 

effort, and job efficiency [28]. 

Several studies show that a work environment in 

which altruism, collaboration, and duty prevail 

could have a positive impact on organizational 

performance and employees. Such an 

environment would motivate employees to sign an 

invisible contract with the organization, which 

indicates their happiness, belonging, and 

citizenship in all dimensions. Such conditions will 

increase their immunity to overcome the sense of 

work alienation [29]. This is based on our finding 

that when teachers feel disconnected from their 

jobs, it would have negative effects on the effort 

they put into their jobs, their organizational 

dedication, and work-family enrichment. According 

to the findings of this study, the idea of alienation 

remains an important topic in organizational 

studies [30]. Many studies suggest that the idea of 

alienation could help explain why teachers might 

feel less motivated or depressed about their job 

[31]. 

The insignificance of research in organizations in 

recent decades has made some respondents 

consider research useless. Teachers’ concerns 

about the consequences of offering correct 

answers to questionnaire questions have made 

some of them avoid offering accurate answers to 

questionnaire questions. In this study, all 

responses were not complete despite necessary 

preparations, continuous follow-ups, and the time 

spent. Thus, it would be difficult to generalize the 

results by reducing the sample size.  

A teacher in suitable financial, physical, and 

mental conditions will definitely focus more on 

educating and teaching students. In future 

research, it is suggested that the variables of job 

alienation and quality of life be compared with 

other variables, such as mental health, job stress, 

and so on. The sample was small for 

generalization, so it is recommended that a larger 

sample be selected in the future. 

The present study demonstrated that job alienation 

could be a focal point of HR management scholars 

in the 21st century [13]. Taking into account the 

findings of this research and the factors identified 

as effective in job alienation, one could argue that 

the working conditions of teachers should be 

improved constantly. Since teachers are the main 

pillars of the education system and the most 

valuable capitals, some issues should be 

considered to reform the education system, 

including the role of HR, organizational justice, fair 

rewards, and progress possibilities at work. 

Moreover, benefits other than salaries, necessary 

instruments needed for doing work, appropriate 

facilities, hygiene, suitable environmental 

conditions, and more must be taken into account to 

avoid job alienation in teachers. Participation in 

organizational decisions, fair corporate 

accountability, safeguarding rights, job security, 

implementation of appropriate laws in 

organizations, and social values are among other 

factors to prevent job alienation in teachers [24]. 

 

Conclusion 

Finally, it was found that the job alienation of 

teachers impacts job performance and quality of 

life. In this context, it can be suggested that 

working conditions should be constantly improved 

to increase the affective engagement of teachers 

and the conduct of organizational citizenship and 
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reduce their level of job alienation in the schools 

for which they work.  
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